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How is collective bargaining like a game of poker? 

Read more from the Chief Negotiator, Vicki Grieve on page 4. 


From 


Keeping things in balance 

Often I envy my dog Eli. Although he might get a little 
bored sometimes, he seems to have struck a pretty good 
deal: he gets fed and walked everyday, and has lots of time 
to lie by the fireplace while the kids, Greg and I hurry about 
to keep up with our various activities and obligations. "It's 
a dog's life" used to mean a life of misery, but the phrase 
has acquired a strange irony in our modern societies. Of course, I'm the last 
one who would ever be satisfied with the lack of ambition that makes my dog's 
life so good, but I've been thinking lately that I need to achieve a better 
balance between work and play. And as some of the articles and reports in this 
issue make clear, I'm far from alone in this respect. 

As a "big tent" association, the FSA will be faced with important balancing acts 
in the months to come. As we enter bargaining, the challenges will not only be 
in keeping those nasty-looking dogs on the other side of the table from 
swallowing up our frightened-looking sister (do I see Vicki in the dog on 
the left?). 
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...Editor's report continued from page 1 

As those who attended the October 24 EGM might recall, keeping peace among faculty members might be the hardest 
task facing us. When it's not rank and tenure, it's the issue of overloads that seems to awake in us canine instincts. I 
certainly appreciate the frustration that our staff colleagues must feel at seeing faculty members dominate our joint 
meetings. I can assure you that the executive is committed to working on behalf of all member groups— not only of 
those who speak the loudest. (We have also formulated specific strategies to make sure the next meeting is more 
smoothly run.) 

The same goes for the new interactive function of the FSA website— it is there for all of you to use. We ran a report on 
the visits to the different sections of the website, and the second most visited page was the Discussion Forum page on 
improvements for non-regular faculty. Although only nine people commented (at last count), the page was viewed 
over one hundred times in the last twenty days only. Silent visits, by the way, do not tell us what visitors think. I'm 
curious to know whether the views expressed on the page are general ly shared. Why don't you write? The entries need 
not be long or elaborate. "I agree (or disagree) with this proposal for this or that reason." Also, I'd like to receive 
suggestions for threads on issues of concern to staff. While I understand that not all topics of concern lend themselves 
to an on-line discussion, I would like to encourage you to keep the Forum in mind. We built this interactive website for 
all to use. 

Our Bargaining Updates page, we were pleased to see, was the website section most frequently visited in the last three 
weeks. In case you have yet to go there, the Updates, like the Discussion Forum, is in the private section of our website, 
accessible to members only. This is where the bargaining proposals presented at the EGM can be found, along with a 
report on the EGM itself. It is also where the Chief Negotiator will post regular reports. (Because of the public nature of 
Words and Vision, the reports published in these pages can only be of a general nature; in the Bargaining Updates 
section, however, since we know that only our members have access to it, the reports will be more detailed and 
candid.) 

The executive is committed to keeping you informed about what we bargain on your behalf, but please keep in mind 
that there are times when the demands of bargaining itself will make regular reporting difficult. We will be as 
transparent as the process allows. 

November is almost over, thank good ness! A short Christmas vacation is on the horizon. My New Year resolution will be 
to strike a better balance between work and play. 



President 


Doing the Math: Your salary. Admin salaries, and government priorities 

Let's talk about money. It's never been at the top of my list, or I guess I would have listened to my 
father, who always thought I should be a lawyer (he was a mill-worker, and had strong feelings about 
his daughters "moving up"). However, I'm getting pretty tired of the sheer unfairness of our wages 
over the past few years, and even more tired of governments somehow coming up with funds for 
G20 summits (feds) and stadium roofs (province), while claiming that tough times require them to 
hold out against greedy public sector employees. 


In an April "Bargaining Bulletin," one of the FPSE staff wrote, "In four of the last ten years, the BC government has 
imposed zero wage increases on faculty and staff working in BC's public post-secondary institutions. As of April 1, 2012, 
faculty and staff members have not had a salary increase for three years. Not surprisingly, the combination of those 
'zero mandates,' persistent inflation and relatively modest salary increases in the other six years has meant that our 
salaries are falling seriously behind."No kidding. In 2010 and 2011, B.C.'s Consumer Price Index rose 4.7% while our 
salaries were frozen. 


The Bargaining Bulletin got me thinking about the last ten years, and I thought it would be interesting to compare 
salaries then and now. Actually that turned out to be far more complicated than I thought because there are so many 

...continued on page 3 


Page 3 ~ Words & Vision ~ November/December 201 2 


...President's report continued from page 2 

variables. If you were a full-time faculty member at the top of the scale in 2002, your salary was $71,000. Compare this 
with your current salary of $83, 231. It's a 17.23% increase over the ten years. Of course, this is only at the top step. If I 
compare the salary for Step 6 or 7 with that same step ten years ago, there is an increase of less than 10%. This is because 
somewhere in that decade we added a step, and in 2007, all the faculty salary increase went to the top step. (No one, 
after all, stays at step 6 for ten years.) 

Staff salaries are far more difficult to compare, in part because there are so many different jobs, many of which have 
been reviewed or re-classified over the past decade, and at least one step has been added to the staff schedule as well. 
In 2002, if you were at pay group 6, step 7, you were earning $42,679.04. Today you would be making $47,491.51. 
(When did we start putting the cents in?) At the highest level on the staff salary schedule, pay group 14, step 7, your 
2002 salary would have been $66,475, whereas today it is $73,971.87. The increase in both cases amounts to 11.3% 
over the ten years. As both faculty and staff get the same gross lift, I would have to delve into each contract decision to 
account for discrepancies. For example, one year much of the lift was used to apply gender equity across all the 
pay grades. 

No matter whether you are staff or faculty, your salary has not been keeping up with the cost of living. I guess we're all in 
the same boat. Well— maybe not all. 

If you were a dean at the top step in 2002, your salary was $106,639. That same dean in 2012 is making $151,517. That 
appears to be a salary lift of 42%. Someone around here seems to be keeping up with the cost of living, and I don't recall 
that they had to take job action to get their raise. A vice-president in 2002 was paid $127,328; today that vice president 
makes $169,797, a mere increase of 33%. Up until 2008, these administrative salaries were going up at approximately 
the same rate as those of faculty and staff, but for three years the government approved a labour market adjustment for 
deans' salaries, and in 2011, the positions were "reclassified." So in 2006, a dean's salary was roughly 50% more than 
faculty at the top; nowit is nearly twice as much. 

The purpose of providing you with these comparisons is not to raise resentment against administrators, who at UFV are 
normally hard-working and conscientious people. I don't mind that someone made the case to the provincial 
government that deans were underpaid in comparison with other deans in Canada, and that for hiring purposes their 
salaries needed to be larger. But I really, really mind that the Public Sector Employers' Council (PSEC) approved such 
requests while at the same time freezing our wages and leaping all over our administration every time any hint of a cost 
item might be offered to faculty or staff. We regularly hear of departments that have failed to hire the desired faculty or 
staff because the salaries we could offer did not compare with other universities or employers, and this is confirmed in 
any comparison of the "new universities" with the four "established" ones in B.C., or with other universities and colleges 
in Canada. Yet this discrepancy is not considered important, and certainly doesn't trigger a labour market adjustment. 

These actions are consistent with a government that regularly rewards CEO's of Crown Corporations with big-time 
salaries (BC Ferries and ICBC come to mind), while laying off or reducing the benefits of the rank-and-file employees, 
and demeaning them in the process. I don't have a degree in accounting, but I'm guessing that if PSEC had not approved 
such increases for administrators throughout the post-secondary system (I don't imagine this was just at UFV), they 
would have more money now to offer staff and faculty a modest increase. 

I like my job. That is, I like my faculty job. I'm pretty sure I prefer it to being a lawyer, and I preferred it to being a dean or I 
wouldn't have returned to teaching (though I don't think my father would have considered that very smart). However, I 
am bone weary of being undervalued. In the past, I have usually considered issues of workload and working conditions 
the most important items in bargaining. But this time around, I'm with you— most of you, anyway— who listed a salary 
increase as your first bargaining goal for this round. We will need to be absolutely adamant in insisting on this, and 
solidly together. And that firmness goes beyond our own walls, which is why we are paying close attention to the other 
institutions in our sector. 

The economic "climate change" over the past decade is certainly not in our favour. Within our own doors, the FSA 
executive is determined to represent you firmly in bargaining. As we are fighting a daunting battle with the odds stacked 
against us, we will need your support and your understanding. Fortunately, your current team of bargainers is a 
remarkably dedicated and hard-working group, committed to representing your interests because you, too, are 
dedicated and hard-working people who deserve a raise! 
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From the 


Chief Negotiator 


As Canadian as... 

While thinking about what we can reasonably expect to gain in this round of contract negotiations, I 
remembered a contest that ran on CBC Radio One several years ago. Listeners were asked to submit 
suggestions to provide a Canadian counterpart to the time-worn simile: "as American as apple pie/' 
Many sought to provide an iconic image to sum up our national identity: e.g. as Canadian as 
timbits...as caribou. ..as a snowstorm in April, etc. However, it seems we couldn't do it. The winning 
submission turned out to be "As Canadian as possible, under the circumstances." Although I don't want to go in for the 
humble self-effacement underlying the winning entry, I do find the expression apt in terms of bargaining goals. We are 
going to strive to achieve the best agreement possible, under the circumstances. 


Vicki Grieve 


In my last Words and Visions article, I attempted to outline those circumstances, the sectorial and political environment 
that influence what is possible to achieve through collective bargaining. Not much has changed since then; if anything, 
the situation has deteriorated slightly. Although some locals within BCGEU, the B.C. Nurses Union and CUPE workers at 
the University of Victoria have recently managed to settle contracts with monetary gains in the neigbourhood of 4% 
over two years, since then contract talks have failed for other unions within the education sector. CUPE workers at SFU, 
Vancouver Community College and the BCIT Faculty and Staff Association have resorted to job action— there have been 
recent one-day strikes at all those institutions. More work disruptions are to follow if employers remain unmoveable on 
monetary issues. As you can imagine, locals denied the reasonable wage hikes that their counterparts have recently 
achieved feel threatened and undervalued. The rest of us are left scratching our heads in confusion, as the political 
strategy behind this seemingly arbitrary "now you have it, now you don't" approach to wage settlements makes no 
apparent sense. A striking example of these inconsistencies is the recent offer made to Thompson Rivers University 
Faculty Association. The employer came to the table with only one proposal: a wage increase of 4% over two years, to 
be granted only if the association accepted the offer immediately, and agreed to a contract roll-over. (In other words the 
rest of the contract would remain exactly the same.) TRUFA's membership voted to reject that offer, as rights issues, 
especially those for non-regular employees, were deemed too important to give up. The same offer was made to faculty 
at Royal Roads University, who, in contrast, accepted. 


I can only speculate about the causes of the confusing messages emanating from the provincial government, but I think 
it reasonable to assume that there is confusion and/or lack of communication about the government's wage settlement 
mandate between the Treasury Board and its offshoot organizations, PSEC (Public Sector Employers' Association) and 
PSEA (Post Secondary Employers' Association.) 


Unfortunately, neither we nor our management have control over the dictates of PSEA. The cards are stacked in favour 
of that arm of our provincial government. What we do have some control over, however, is the process of collective 
bargaining. As it is that process that leads to the final product— a new collective agreement— I want to take some time 
here to provide a primer, a Bargaining 101 Part A overview, to give you some insight into how that process will unfold in 
the coming months. In early November, a FPSE staff representative, Lesley Burke-O'Flynn, came to the Abbotsford 
campus and delivered an excellent workshop on bargaining, designed for your FSA Contract committee and other 
executive members. I am indebted to her for some of the following information and ideas. However, the references to 
cheesy song lyrics are entirely my own ! 

"You gotta know when to hold 'em, know when to fold 'em..." (Kenny Rogers, "The Gambler") 


How is collective bargaining like a game of poker? Well, it is a kind of ritualized activity, in that it proceeds in a controlled 
manner, governed by pre-established rules and conventions which both sides implicitly agree to at the outset. The BC 
Labour Code (the Hoyles Rules of negotiation) establishes many of the ground rules and provides guidance as to what is 
permissible or not acceptable during negotiation. The process of collective bargaining begins long before union and 
management representatives meet at the table though. It starts with communication between members and their 
union stewards and executive members, when inadequacies and inconsistencies in a current agreement are brought 
forward and examined. This then leads to the tentative formulation of bargaining goals, which are then tested through 
research and mechanisms like bargaining surveys. Based on the results of such activities, bargaining proposals are 

...continued on page 5 
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...Chief Negotiator's report continued from page 4 

developed, designed to change specific articles within the collective agreement or to add new articles. This can be done 
when a current agreement expires. Usually those proposals are vetted by the membership of the union before 
bargaining begins. 

Notice to bargain is then given by the union to management. The first step in the bargaining process is to meet and 
develop a Protocol agreement— a document that outlines the rules of engagement for both parties. (In my poker 
analogy, these would be the "house rules" of a casino or gambling establishment.) The Protocol agreement governs the 
who, when, where and how of bargaining: who can speak for either side, where and when meetings will take place, how 
specific proposals can be brought forward, who the parties are allowed to speak to during bargaining, and how items 
and issues are settled (issue-by-issue, in packages, or only when everything is agreed to). For example, the Protocol 
agreement that we are about to approve spells out (among many other things) that we will bargain non-monetary 
issues and housekeeping items first, and states that if either party wishes to speak to the media, they will give the other 
side 24 hours notice of their intention to do so. 

Once the Protocol agreement is signed off, bargaining begins. (A note about shape of things to come: PSEA is now 
demanding to approve Protocol agreements before employers are allowed to sign off. This has never happened 
before.) At this point, the cards are dealt— all face up, as it were, as both parties simultaneously table their packages of 
proposals during the first bargaining session. The tabling documents are tremendously important, as no new proposals 
can be introduced after this point. The document includes all the proposals, usually stated in general language that 
provides a rationale and makes the intent of the proposal clear. Up to this point, a bargaining team might worry about 
tipping their hand, that is leaking information about their proposals— hence the care that we took with the EGM to 
keep our proposals from becoming public knowledge. After the initial tabling documents are exchanged though, 
everything is out in the open, all the cards are on the table. And then bargaining begins in earnest. 

"Know when to walkaway, know when to run..." 

Proposals and counter proposals, arguments and rebuttals, ensue. This is where negotiation skills become important, 
as each side must listen to the other carefully, always with an ear to finding the interests behind the positions, hoping 
that interests align and common ground can be identified. Choices have to be made; some proposals may need to be 
withdrawn in order to gain concessions on others. Sometimes, if the importance of a certain issue is agreed upon, but 
resolution within the context of the main table would be so time-consuming as to bog the general process down, "side- 
tables" are struck: small committees with representation of subject-area expertise from both union and management 
sides with authority to recommend a resolution. (I don't think I'll be giving anything away here if I speculate that the 
negotiation of tenure and rank for faculty may go to a side-table.) When both parties confront an issue that they agree 
is important to resolve, but need more time, data and input from the membership, joint committees are struck through 
Letters of Agreement. The agreement mandates the parties to work between contracts with the aim of resolving the 
issue for inclusion in the next contract. We have seen these committees function with varying degrees of success 
through our last contract. 

"You can't always get what you want..." ( The Rolling Stones) 

The beginning lyric of that famous song brings its next line to mind: "... but if you try sometimes you just might find /that 
you get what you need." In terms of bargaining objectives, it is important to distinguish between wants and needs, to 
determine bottom-line priorities, as well to distinguish short-term from long-terms goals. Given the lack of salary 
improvements over the last four years, your executive has a clear sense of your priorities in this regard. Sometimes 
bargaining hard on monetary improvement means backing away from improvements to rights and working conditions. 
We probably will not be able to achieve everything in our list of proposals, not this time, anyway. In light of this, it is 
important to realize that a collective agreement is an evolving document, and that what we achieve this time around 
will pave the way forfuture improvements. 

Before I sign off, I would like to let you know who is going to be bargaining on your behalf. I feel truly privileged to be 
working with this team of smart, dedicated individuals: Linda Toews, Jonathan Hughes, David Shayler, David 
MacDonald and Martin Kelly. Virginia Cooke will be joining us during negotiations when the need arises, as will Scott 
Fast, whom we have brought in to act as our special consultant. (Thought you'd gotten away, eh Scott?) We are all 
fortunate to have such a range of experience and perspectives on the team. Finally, we are hoping to have at least two 
bargaining sessions before the Christmas break, so I will be posting updates on our website to let you know about 
our progress. 
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From the 


Faculty Vice-President 


Jonathan Hughes 


Overload accountability 

In the last Words and Visions, Moira Kloster clearly articulated the complexity of workload inequity, 
which seems to be the source of many frustrations: either the grass is greener elsewhere, we are 
concerned about vanishing opportunities to boost our salary, or we see that there is unequal pay for 
equal work. The source of workload inequity includes at least two components: little accountability 
for Type-B faculty that they indeed are fulfilling Article 18.1 of our collective agreement and poor 
job descriptions, which leads to unclear rationales for salary differentials. I will write more about job descriptions later, 
but for now let us consider the essential duties and responsibilities of our teaching faculty. 

Article 18.2 states: 


"The essential duties and responsibilities comprising the workload of teaching faculty 
members fall into three categories [teaching, service, and scholarly activity]. Recognizing 
that work in these areas constitutes the faculty member's professional obligation to the 
University, all these activities shall form the basis of departmental considerations in 
developing workload assignments which are reasonable and equitable." 

In this statement, I read that we should be active scholars in our respective disciplines, supervise research students, 
look for leadership roles in service to the institution, and continuously bring fresh ideas to our classrooms. However, 
we lack sufficient accountability to each other and the institution. 

Some faculty do not want the status quo to change, at least noton matters of accountability, because it enables them 
freedom to work elsewhere or teach substantial overload sections. Others see inequity in the current system because 
they are doing lots of work outside of the classroom that is valued highly at UFV (e.g., work related to research and 
scholarship, use of online technology, exceptional service on committees, and being entrepreneurial), yet this same 
work is undervalued in terms of salary or workload adjustment. Yes, research active faculty and some that are not so 
active can apply for release from teaching to pursue research and scholarship. This support is appreciated by all who 
receive it, but the work associated with an active research program limits time to teach overload sections, which in 
essence means that faculty who fulfill Article 18.1 are limited financially compared to members who avoid scholarship 
and service in favour of overload sections or substantial work off campus. Most universities allow faculty members a 
single overload section per year, which helps in emergency situations. It's interesting to me that at UFV someone can 
make an extra $20k per year by teaching three and sometimes more overload sections with no application or 
reporting. In contrast, there is substantial work involved in getting and reporting on release from teaching to pursue 
research and scholarship. Furthermore, many studies demonstrate the importance of research and scholarship for 
professors who teach at the undergraduate level. To my knowledge, there has been no study at UFV to determine the 
impact of overload sections on the quality of instruction. In other words, there is little accountability for this financial 
path at UFV. 

Some faculty work too hard at service because no one else steps up. Many of these same service-oriented faculty are 
also research active and take their teaching workload seriously. Maybe if everyone contributed equally, according to 
Article 18.2, we could collectively tame Moira's "workload monster." 

In solidarity. 
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Conning out of that spectacularly beautiful sunny late summer and fall, November feels like 
someone is upstairs with the cold tap turned on full blast. November is truly the month of the "Big 
Chill". In keepingwith the depressinggrey weather, my workload feels very grey too. It's a frustrating 
job to not be able to help someone because of a lack of wording, or unclear wording, or an unclear 
interpretation of wording in the Collective Agreement. That's one of the reasons why, when we go 


Grey November - Normal? 



Linda Toews 


into bargaining, as well as new items to add to the Collective Agreement, we try to clear up some of the existing unclear 
wording. My main focus in this round will be to get rid of the word "normal" ... 

Why the Collective Agreement is 50 Shades of Grey... not always black and white. 

Q. Want to know howto drive a Contract Administrator crazy? 

A. Quote one of the sections of the Collective Agreement with the word "NORMAL" (25 occurrences in the CA) or 
"NORMALLY" (33 occurrences in the CA) in answer to a question. 

It quickly becomes apparent that the interpretation of a clause with either "normal", "normally" or a like word 
(generally, typically, usually, occasionally, ordinarily-you get the idea) depends on who's doing the interpreting. 

Bargaining teams need to take special care to avoid the use of such words because they are so hard to interpret and 
very dependent on who's interpreting the clause. 

Your bargaining team is getting ready to go into contract negotiations and I pledge to do my best to help stamp out the 
use of the words normal and normally!!! Does that mean that now we will all be abnormal or irregular or atypical, even 
deviant or odd? As much fun as any of those sound, it should just mean that we have clear enforceable language which 
no one, either member or employer, can avoid following by claiming, or being told, "this is not a normal situation". 

Holiday Parties... giving the grey a silver sheen. 

So what can we do to get through grey November? We can look forward to holiday parties (hopefully my grey hair will 
look more like silver under the sparkly lights) and the Christmas break, time with our families, Christmas cheer and 
good food, and for some maybe a vacation in the sun. I hope that many of you will attend the FSA dinner and dance on 
December 8. It promises to be a fun time with good food, music, lots of door prizes and great company, and I promise 
the mood will not be grey! 

If you can't wait until then for a mood lift, click here for a ray of sunshine (courtesy of President Virginia Cooke): 
http://www.flixxv.com/iive-aces-bring-me-sunshine.htm 


The University of the Fraser Valley and the Faculty and Staff Association invite you to the 


Annual 


December 8, 2012 



5:30 pm doors open at the Rancho in Abbotsford 


Cost: $20 per ticket 

(Includes dinner, dessert, and complimentary wine) 
Tickets are available at Faculty Services on each campus 


Operation Red Nose will be on call for a safe ride home 

For more information, contact Sheila McKay, FSA Social Chair 
sheila.mckay@ufv.ca or local 4245 
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David Shayler 


Staff Contract Administrator 


Singing in the Rain 

Well, we may have gained an hour of daylight recently but it doesn't seem to help with time 
running so fast these days. It seems everyone I talk to agrees that this year has just flown by and it's 
a reminder of just how busy we are here at UFV. During this 'fly-by' it is important to remind 
ourselves of our goals and the plans that are necessary to help us achieve them. 


I don't know how it is for you but I have found that when I start combining the hectic pace of work projects and the 
bustle of personal life without a plan, production seems to dwindle. It's hard to be efficient when you're thinking of 
what you should be doing in your personal life while at work, and mulling over what you have to accomplish at work 
when you're at home. 


Currently I am making a list of daily goals in priority sequence in order to keep me productive and on track. It's 
working for me so far and if you are presently feeling a little overwhelmed, give this a try and it may work for you too. 
It is amazing how much calm can come from accomplishment, however little it may be. 


Over the last couple of months I have been randomly asking staff what they would like to see in the new contract 
agreement. Of course the obvious always comes up -more money. Although I feel we'll see our wages go up, I don't 
think it will make much of a difference in most financially stressed lives. 


Some other unions have seen some small percentage increases, so there is a little money out there, just not a lot. 


A few of you came to me after our EGM with concerns that faculty issues seem to dominate the floor. I know how you 
felt. I was there too watching staff patiently sit through almost 2.5 hours of faculty express their, sometimes, 
unbending opinions. 


I want staff to know that our voice is not stifled and that I have brought these concerns up to the executive. 


As staff, we do have a handful of concerns to bring to 
the table. Bargaining teams came together for our 
first cordial meet last week, and coming away from 
it I believe both the employer and the FSA are 
starting on good grounds to have successful rounds. 

Keep your umbrellas close by during this season and 
if you feel as if it's starting to rain indoors 
(figuratively speaking of course), come and see 
me. ..we'll talk. 

My inbox is always open if my door is not. 



Page 9 ~ Words & Vision ~ November/December 201 2 



Agreements Chair 


Two recent agreements have been signed off, and approved by the FSA Executive at the 
last meeting. 

Conclusion of the Letters of Agreement committees for ESL, Lab Instructors, Health Sciences, and 
Library and Information Technology. 


These were the four committees which were unable to reach cost-neutral suggestions on workload 
improvements by March 2012. Discussion continued over the summer about how best to proceed. In October, we 
were forced to reach the formal conclusion that nothing further could be done within the mandate of the committees. 
However, several issues have gone forward to bargaining (for lab instructors, nursing, and Libit faculty). On the non- 
bargainable issues, ESL and Health Sciences and their respective deans have been asked to see what they can do to 
improve working conditions within the existing provisions of the collective agreement. Other issues were brought to 
the LAM table, where we have agreed to make a joint effort to see what can be done about the specific issues faced by 
small departments. This will start by looking at the three small departments whose concerns were identified during 
the Letter of Agreement work: Certified Dental Assistant, Health Care Assistant, and Library and Information 
Technology. 


Department Head Selection Process (Article 11.7) 


The current collective agreement language has turned out to be much less clear and complete than it seemed when it 
was negotiated. As various departments use it to select their new heads, problems have emerged that have come 
several times to the LAM table. Improvements to this selection process are going to come to bargaining, likely from 
both sides. However, one particular piece of the puzzle could come to Agreements to be dealt with right away, and it 
has just been signed off. It deals with what happens if a department's SAC can't identify a qualified internal candidate 
even after repeated attempts (and with the maximum of arm-twisting). We have had this happen a number of times in 
recent years, and there's nothing at all in the collective agreement on what to do next. In practice, what's always 
happened is that the dean of the area has appointed an external person to fill the gap. The new language just puts this 
in writing, as part of Article 11.7 (iii): 


Should no eligible member of the deportment be recommended os o result of the continued deliberotions of the 
committee , the deon will advise the deportment in writing of this result ond appoint o head. A copy of this notice will be 
provided both to HR ond the FSA. 


When is a workload problem not a “workload problem”? 


Editor's note: This is port two of o three-port series on workload. The first was published in the September/October 
2012 issue of Words ond Vision. 

By Moira Kloster, Philosophy 

It sounds like the opening line for a bad joke: when is a workload problem not a workload problem? (There'll be a bottle 
of good wine for the best punchline submitted!) But unfortunately it's not funny at all. Most of our "workload" 
problems aren't problems with workload - at least not in the collective agreement sense. "Workload" is more 
narrowly defined than you might think, and many of our very real problems are actually something else: "loads 
o'work" problems -the work does piles up, and you do feel overworked, but it isn't caused by anything that could be 
remedied in collective agreement language. 

...continued on page 10 



Page 10 ~ Words & Vision ~ November/December 2012 
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Here's why. From a labour-management perspective, "workload" only describes how much you're expected to do, 
with what resources, in what length of time. It's a number-crunching exercise. Your "workload" is what you must do in 
your "duty year" - the number of hours you're actually expected to fill with job-related duties. You can calculate it: 
here's how. 

There are 35 hours in a work-week (7 hours a day. usually spread over 5 days.) 

50 weeks in a work year (52 - statutory holidays) = 1844 possible working hours 
Subtract your annual vacation: daysx7 = hours. 

Example 1: director: 30 workdays = 210 hrs; duty year 1634 working hours 
Example 2: staff, year 6, 20 workdays = 140 hrs: duty year 1704 working hrs. 

Example 3: teaching faculty: subtract 8 weeks = 280 hrs; duty year 1470 working hours. 

Most staff and directors know whether they're working the expected hours: they know which days they're away from 
work and which days they stay on longer. Faculty, with irregular schedules based on fixed classroom contact and 
variable everything else, have much more discretion in how their work fits into their year. Still, it is assumed faculty can 
fit all their teaching, scholarship, and service into the 42 weeks = 1470 hours. As a rough measure of how much time 
the employer thinks you spend teaching, our release structure assumes 130 hours = 1 course, whatever your actual 
combination of contact hours, prep, and grading in that course. (Just for the record, that works out to about a 60/40 
split over the year between duties specific to teaching your current course load and "other duties", where the "other" 
includes teaching-related scholarship such as developing new courses and revamping old ones, as well as all your 
personal professional development and/or research, and yourservice.) 

If the assigned duties in your area can be done in the time available, then no matter what it feels like, you don't have a 
"workload" problem. The problems are often technically "resource" problems - because what you lack isn't so much 
the duty time but the full set of resources needed, such as assistance from other people or areas, better training, 
better procedures, more information - or more energy. What might have been manageable when you were new and 
energetic may have become harder and harder as your stress levels have gone up. If you think your problem falls into 
this area, then it's your fellow employees, your supervisor, or your Dean, to whom you are supposed to turn to for help. 
It's at this level you have a chance to seek co-operation, re-prioritize your duties, or argue the budget figures. 

However, there are also two grey-area workload scenarios where it's not clear how to resolve problems. One happens 
when the job has changed since it was last looked at carefully. The other happens when your job is not defined solely by 
your employer but also by your professional standards. Here's a short overview of both. 

Your job has changed significantly, or you are the first person in a newly-defined position. 

This happens more often to staff than to faculty, but wherever it happens, it's a doozy. A decision is made to hire, let's 
say, a faculty member who knows both law and modern dance, to teach "Copyright and Choreography". But, as even 
the SAC knew perfectly well when they wrote the job description, people with Skill A typically don't have Skill B, and 
vice versa. Nevertheless, the job description goes out and the applicants come in, and they have Skill A or Skill B but not 
both, or a few have a little bit of both but not really enough for the job. Whoever gets hired is likely to be in a bind - 
there'll be a honeymoon period when everyone's just glad they got someone in the job, and then it gets harder as the 
person works hard but still can't satisfy all the demands. This also happens in jobs which aren't poorly defined to start 
with but which evolve rapidly. The person hired might rise easily to the challenges of the job, only to find that the actual 
workload is far beyond what was anticipated. The first department assistants in Arts were each responsible for 3 
departments, and our present department assistant, now responsible for "only" 2 instead of 3, is still responsible for 
125% of what the job requires. Similarly, a program advisor hired to handle 200 students now has to handle 500. 

Can we deal with these problems? Sometimes. If the job wasn't adequately defined and its duties and its priorities are 
not what was expected, the job needs review: see JCAC (the Joint Classification Audit Committee). 

...continued on page 11 
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If the job was defined well enough, but there's far more work than expected, JCAC can't help. It's a management 
problem. The supervisor can redefine the priorities or the duties so that what you are expected to do will still fit within 
your duty year. (That's the situation for the 125% department assistant, for example; the program advisor has to book 
students twice as far in advance so they just can't be seen as soon.) But, of course, this solution doesn't always work, 
because it leaves you unhappy that what you can do is nowhere near what you think you should do, and that's our 
second problem. 

You have professional standards that you must bring to your job. 

Social work, early childhood education, teacher education, and nursing are all examples of programs we offer where 
provincial government standards and professional codes of ethics must be reflected in the quality of education we 
provide. Faculty in general, including the academic support faculty such as librarians, counselors and advisers, also 
bring a high level of professional expectations to their work. They're hired not just to do a job but to be able to assess 
the quality of the job they and others are doing: they can tell what counts as a "job well done" and what is substandard. 
Researchers, too, bring a set of professional standards to how much they should be doing each year and what kinds of 
projects will meet those standards. (And that's why we're having the "baseline expectations vs. exceeding 
expectations" discussions about teaching and scholarship in our divisions: such fun!) 

Here's where the tension arises. On the one side, the "immovable object": the provincial government and its rock- 
bottom spending on advanced education. On the other side, the "irresistible force": employees' relentless pressure to 
do the quality of work they think they should be doing. (And I am saying "employees" here rather than just "faculty", 
because the expectation that we should do our jobs to the best of our abilities holds just as true for staff.) In between 
these two irreconcilable forces, our administration: expected to referee the struggle while armed with nothing more 
than lots of good will, an inadequate budget, and a whistle. 

As bargaining gets under way, we do have some improvements proposed to some workload issues. For the people 
whose problems aren't technically "workload" problems but resource problems or "grey area" problems, we will need 
other solutions. As noted in my Agreement chair report also in this issue, LAM will be trying an experiment aimed 
specifically at small departments to see if we can get at some of their specific "resource" problems. If you have any 
other ideas or questions, get in touch. 


Harper’s cuts— and their effect on us 


By Virginia Cooke, President 

In my President's column for this issue, I railed at the B.C. government for its attitude toward post-secondary educators 
and their "value." However, it is not just the Provincial government which seems to have launched concerted attacks 
on the things that educators value most highly. Last May, in my report to our Board of Governors, I drew their attention 
to some recent federal initiatives that threaten what faculty hold to be important. I want to publish that information 
here as well because I believe these are cuts that you will want to be aware of, however depressing they may be. 

1) The elimination of many government funded positions in the sciences, particularly in the area of the environment 
and food security. One example directly affecting our own students and faculty is the elimination of federal funding of 
the research station at Bamfield, BC, where our biology and geography faculty have been engaged in research involving 
our students. The station is administered by a consortium of five universities, and the federal grant accounted for 35% 
of the budget. 

2) Savage cuts to Library and Archives Canada, one of our most important cultural institutions. In early May, LAC 
announced that 215 positions were to be eliminated, including: 

...continued on page 12 
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• the reduction of private sector archivists and archival assistants from 61to40 

• the reduction of digitization and circulation staff by 50% 

• a significant reduction in the number of conservation staff 

• and the closure of the interlibrary loans unit 

Also announced was the elimination of the National Archival Development Program (NADP) which provided support to 
provincial archival associations and grants to small and medium-sized archives across Canada. 

As a result of the cuts, the Canadian Council of Archives Ottawa office closed and many summer work projects already 
planned across the country were cancelled. 

3) Significant reductions in funding to both the CBC and the National Film Board, two more cultural Canadian 
mainstays, as well as bastions of creative work in the country. Just as one example, I have for many years included radio 
drama as part of my Canadian literature courses because it has such a significant part in the history of Canadian drama 
and culture, and because prominent writers still produce plays for radio. The entire radio drama program has been 
eliminated because of cuts. 

4) The program for collecting employment data at our own universities is being eliminated: that is, the Full-time 
University and College Academic Staff Survey (FT-UCASS). This will effectively deprive us of data for research and 
advocacy. We will in effect be left without any reliable statistical portrait of academic staff in Canada. We will no longer 
know how many staff there are, what the ratio of staff to students is, what the share of male and female faculty by rank 
is, in what institutions and disciplines they are working, and how much they are earning. 

5) Student mobility programs. While the EU supports 232,000 students annually to study abroad and countries like 
Brazil are fully funding 100,000 students, Canada has cut its only student mobility program done in conjunction with 
the EU and the USA/Mexico, which sent out approximately 300 students each year. UFV has recently had two such 
projects: one in Diaspora Studies, which has just been completed and one in Business Administration (theTradewinds 
exchange program), which will receive funding to completion. After that, our students' mobility to EU countries will be 
severely curtailed. 

6) Understanding Canada. The Understanding Canada program has been closed by the Federal government. This 
program has been in existence for over 35 years and has supported Canadian Studies programs that have been 
developed at universities literally all over the world. This cut eliminates several opportunities for overseas faculty to 
cooperate with Canada and students in these programs no longer have any access to studying in Canada. 

7) The Federal government has also announced the closing of a number of visa offices abroad in key locations that 
provide international students. This cut means that there will be significant delays in student applications as in some 
cases students will have to apply to offices in other countries. This seems to be in contradiction to the Government's 
announced policy of trying to attract international students to Canada and could have impact on UFV's recruitment as 
applications will take longer to process. International students have many other choices such as Australia, the US and 
the UK. 

8) Even more cuts (since I wrote to our board in May) in science and research, especially in the Arctic and in 
environmental research stations. 

None of these individual cuts has been highly publicized, so how would the public know about them? Of course, many 
of the public might not care very much. But those of us who work in higher education, who grasp the need for reliable 
data and research, and for opportunities for our students, ought to know about these cuts and to care deeply. The 
erosion of these programs, especially when taken together, makes a significant difference. The federal government 
cites the reason for all these cuts as saving money, yet in many cases, the amount saved is miniscule in relation to the 
overall budget; whenever and wherever possible, we need to educate the public to consider what is lost in the name 
of "savings." 
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From the 


FPSE Non-Regular Employees Rep 


David MacDonald 


The 50% Solution 

It seems this semester is racing by with barely a moment to catch our collective breaths. Hardly a 
week passes that those of us on the FSA Executive committee aren't meeting; sometimes more than 
once. With the initial rounds of collective bargaining about to begin, I suspect that things will 
become even more frantic, especially for members of the Bargaining committee. A lot is at stake in 


these negotiations— the members of the FSA face hard choices, compromises, and not a little uncertainty. 


In preparing for the upcoming round of negotiations, I've spent a good deal of time familiarizing myself with our 
current Collective Bargaining Agreement (CBA). Support for the "principle of Equal Pay for Work of Equal Value" co- 
exists with exclusion of non-regular employees who have "50% of a full-time workload" from several agreement 
provisions. What does this say about the culture of respect and equality that so many have nurtured here for so 
manyyears? 


Article 10.9 announces: "The parties to our Collective Agreement agree to enforce the principle of Equal Pay for Work 
of Equal Value. The parties to our Collective Agreement agree to end wage discrimination practices." This suggests that 
the parties to the CBA desire to eliminate discriminatory wage practices. But there is also the now infamous Article 
12.14 which takes pains to list the numerous "Exclusions of Specific Agreement Provisions for Type C, Type D, and 
Sessional Appointments." Even this article is woefully inadequate in enumerating the many exclusions elaborated 
within the body of the CBA. Whatthen constitutes "work of equal value"? 


Some members of the FSA do indeed believe that they are remunerated at significantly higher rates primarily because 
they believe they do work of far greater value and, hence, ought to be compensated accordingly. Or, perhaps, some of 
these members would prefer to claim that they are themselves more valuable and therefore make more valuable 
contributions to our institutions -contributions that ought fairly to be much better compensated than those of others. 

I cannot comment on these positions, but you are free to derive your own conclusions. 


Returning to the CBA, I find a plethora of Articles which refer to a related issue. I have begun to call this issue the "50% 
Solution". Articles 11.7, 12.2, 12.5, 23.2, 28.8, among others, all stipulate restrictions on Type C, Type D, and Sessional 
Employees. I am not here even referring to the many and sundry uses of the terms "Type C, Type C, and Sessional 
Employees are excluded from Article...". In recent discussions among the FSA Executive, Bargaining committee, and 
members, there has been an attempt to quantify what "50% of a full-time workload" is. For some staff members, this 
may be simply a question of the number of hours worked. For Non-Regular Faculty members, however, what this 50% 
refers to is entirely mysterious. This, in turn, has sparked lively discussions among some about what constitutes a "full- 
time" workload. Inevitably, we must discern (i.e. quantify) what a 100% faculty workload is in order to then calculate 
what a 50% workload might look like. 

Some have suggested that a full-time faculty workload is defined as 7 courses taught annually. As such, a 50% workload 
would then be 3.5 courses per year- possibly rounded-up to 4 courses. Fair enough, I thought, we have our answer. But 
before I could let out a sigh of relief I began to hear from other faculty members that a Regular-B Faculty member does 
significantly more than merely teaching 7 courses per calendar year. I was quickly referred to Articles 18.1-18.3 
(Working Conditions for Teaching Faculty) which also includes service and scholarship in a Regular-B Faculty workload. 
Hmmmm, I thought, this is becoming complicated. Apparently, service and scholarship are performed by faculty as 
unremunerated tasks that are, nevertheless, expected of full-time faculty. If, on the other hand, a 100% workload is 
understood to be some parts teaching, service, and scholarship, which proportion of one's workload should be 


...continued on page 14 
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attributed to each part? Here I have heard any number of opinions and possibilities. Some have suggested that 
teaching is 70% of the workload, while service and scholarship constitute some combination of the other 30% (e.g. 
15% + 15% or 10% + 20%). Others have countered that these numbers are too disproportionate. Something like 60% - 
20% - 20% would be more accurate. Still others insisted that there is no way to quantify a full-time workload because 
each case (i.e. regular faculty member) adjusts these numbers over time - presumably to allow for more of one than 
the others in any given year. 

You could be forgiven for asking why these numbers concern me -a lowly "Sessional" who is not expected to provide 
service or do scholarship. I hasten to say that any Non-Regulars perform these very functions as well! You should be 
aware that a large number of Non-Regular Faculty members contribute to our institution and their disciplines by 
spending a good deal of their time involved with what constitutes service and scholarship under our CBA. So where 
does that leave us with the 50% of full-time workload issue? 

The challenges to calculating what constitutes 50% of a full-time workload aside for the moment, there is a related 
issue I feel I should draw your attention to as we prepare to enter into negotiations for a new CBA. The reason why what 
constitutes 50% of a full-time workload matters to the Non-Regular among us is that this stipulation is used copiously 
throughout the current CBA to limit access to benefits, work, rights, pay, and nearly everything else under the sun that 
Non-Regulars could conceivably be refused. It is a formidable barrier to the implementation of our cherished principle 
of equal pay for work of equal value. Article after article declares that in order for this benefit or that eligibility or this 
privilege to be granted to "Sessionals", said Non-Regulars must be employed at 50% or greater of full-time work - 
sometimes over two consecutive semesters! Setting aside for the moment the question of what is or is not counted 
towards this imaginary (and utterly arbitrary) 50% threshold, we should also ask ourselves why such limitations exist 
at all. 

Despite a number of conversations with knowledgeable persons among our ranks who I respect and often turn to for 
advice or explanation, I have yet to hear any valid justification for why these barriers have been put in place within the 
CBA- except for one. It has been suggested to me that they are there in order to marginalize and exclude as many Non- 
Regulars as possible from having access to the benefits (monetary and otherwise) included in those articles of the CBA 
(and others) mentioned above. In almost every case, the exclusion of all but a tiny handful of Non-Regular Faculty from 
the benefits of these Articles has produced very significant savings for UFV. Budgetary savings, as you know, is a strong 
motivator. 

Perhaps I am wrong in assuming that wording in articles of the CBA was designed forthe specific purpose of excluding 
Non-Regular Faculty in order to profit from the cost-savings. Perhaps I will soon learn that other, much better, 
explanations lay at the root of this issue. There is a way to test the theory, however. We could propose at the bargaining 
table that each of these articles have the 50% limitations removed. If the Administration happily agrees, well, so much 
for conspiracy. If, on the other hand, the Administration bargainers flatly reject this proposal by citing the costs to the 
institutional budget, I suspectwe'll have our answer. 

While some may occupy themselves with calculating what 50% of a full workload amounts to, I will try to focus more on 
the elimination of these clauses. I fully expect to hear from some that this is unreasonable and perhaps even unfair. But 
unless we are offered some valid and reasonable explanation for why we are excluded from so much offered to others 
in our CBA -explanations not founded on "fiscal realities" -then I believe we have a case to make. Otherwise, we leave 
ourselves the victims of budgetary shortfalls solved by "The 50% Solution". 
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Secretary-Treasurer 


Finance: 

Please see the next few pages for the accountant's Review Engagement Report, Statement of 
Financial Position, Statement of Income and Statement of Changes in Net Assets for the fiscal year 
ended March 31, 2012. 


From the Statement of Financial Position at March 31, 2012 the Association has a "net worth'" in the 
amount of $508,604. There is $220,815 in cash and term deposits plus $289,601 with Macquarie 
Private Wealth Group. This is up from the $420,601 one year ago because of such a large operating surplus this 
past year. 


The surplus can be seen in the Statement of Income and this report is similar to the spreadsheet I presented at the 
AGM. The surplus is roughly $60,000 larger than estimated. Most of this difference is attributed to us having 
underspent our budget for training (by $10,000), membership recognition (by $7,000), and executive releases (by 
$36,000). The executive release actual spending was so much lower than budgeted since the Faculty Contract 
Administrator position was vacant until January 2012. 


I would like to thank Tanja Rourke in the FSA office for her help in carrying out the duties of the Treasurer. If you have 
any questions or concerns relating to the FSA's financial position please let me know. 


Charitable Donations: 

Our donations policy has been updated. (See page 18) The FSA is committed to supporting charitable and community 
activities in the Fraser Valley. The primary areas of focus for our giving are welfare, education and health. The Finance 
committee approved the following donations at our meeting of November 8: 

• UFV Angel Tree ($1000) 

• Abbotsford Community Services- Food Bank ($1000) 

• Abbotsford CommunityServices-programsTBA($1500) 

• Mission Community Services- Food Bank($1000) 

• Chilliwack Community Services -Food Bank ($1000) 

• Flope Community Services -Food Bank ($500) 

• Agassiz-Flarrison Community Services- Food Bank ($500) 


The Community Services organizations in the Fraser Valley are important to our charitable giving because they reach a 
large number of programs which address many of the needs of our communities. For example, Abbotsford Community 
Services runs about 70 programs helping over 30,000 residents in our region. We have already donated $1,000 to the 
food bankand committed a further $1,500 forother ACS programs. 

The FSA Finance Committee is charged with overseeing our charitable giving and the committee wishes to hear from 
FSA members as to which charities you wish us to support. The committee has already received requests to support 
the following charities: 


• Canuck Place Children's Flospice — Abbotsford, BC 

• Fraser Valley Conservancy 

• Fraser Valley Watershed Coalition 

• Fraser Valley Down Syndrome Support 

• Special Olympics BC-Abbotsford branch 

• Fraser Valley FI umane Society 


If you have any recommendations for charities we should support or any comments of the donations policy, please 
send them to me or to Tanja Rourke. 
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UFV FACULTY & STAFF ASSOCIATION - Financial Statements 
Year Ended March 31, 2012 

(Unaudited) 


Hanna Barton & Company Ltd. 

CERTIFIED GENERAL ACCOUNTANT 


Index to Financial Statements 
Year Ended March 31, 2012 

(Unaudited) 


REVIEW ENGAGEMENT REPORT 


To the Members of UFV Faculty & Staff Association 


I have reviewed the statement of financial position of UFV Faculty & Staff Association as at March 31, 2012 and 
the statements of income and changes in net assets for the year then ended. My review was made in 
accordance with Canadian generally accepted standards for review engagements and. accordingly, consisted 
primarily of inquiry, analytical procedures and discussion related to information supplied to me by the 
association. 

A review does not constitute an audit and, consequently. I do not express an audit opinion on these financial 
statements. 

Based on my review, nothing has come to my attention that causes me to believe that these financial statements 
are not. in all material respects, in accordance with Canadian generally accepted accounting principles. 


Abbotsford, British Columbia 
October 31, 2012 


CERTIFIED GENERAL ACCOUNTANT 
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UFV FACULTY & STAFF ASSOCIATION 
Year Ended March 31, 2012 

(Unaudited) 

- Financial Statements 

Statement of Income 

Year Ended March 31,2012 

(Unaudited) 

Hanna Barton & Company Ltd. 

CERTIFIED GENERAL ACCOUNTANT 


2012 


2011 

RECEIPTS 




Dues 

$ 781,872 

$ 

786,375 

Social events contributions 

3,851 


5,301 

Reserve revenues 

13,845 


10,997 


799,568 


802,673 

EXPENDITURES 




Amortization 

2,477 


3,106 

Annual general meeting 

2,061 


2,953 

Charitable donations 

12,073 


12,505 

Committee expenses 

2,374 


1,819 

Communications/website 

8,515 


6,924 

Delegate fees, training and seminars 

2,256 


4,275 

Executive releases 

191,721 


246,009 

Executive transition meeting 

1,032 


5,996 

FSA Office staff (CUPE) 

102,872 


94,817 

Federation of Post Secondary Educators fees 

342,899 


343,231 

Fraser Valley Labour Council 

3,037 


3,006 

Membership recognition 

8,090 


11,499 

Office supplies, phone and fax 

9,229 


10,387 

Professional fees 

7,517 


8,758 

Social events contributions 

11,083 


12,308 

Travel 

4,591 


* 4,704 « 


711,827 


772,297 

EXCESS OF RECEIPTS OVER EXPENDITURES FROM 




OPERATIONS 

87,741 


30,376 

OTHER INCOME (EXPENSES) 




Loss on disposal of assets 

(1,145) 


- 

EXCESS OF RECEIPTS OVER EXPENDITURES 

$ 86,596 

$ 

30,376 
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UFV FACULTY & STAFF ASSOCIATION - Financial Statements 
Year Ended March 31, 2012 

(Unaudited) 


Hanna Barton & Company Ltd. 

- ■ -ANT 

Statement of Changes in Net Assets 
Year Ended March 31, 2012 

(Unaudited) 



Invested in 
Capital Assets 

Unrestricted 

Fund 


2012 


2011 

NET ASSETS - BEGINNING OF YEAR 

$ 12,424 

$ 420,601 

$ 

433,025 

S 

402,648 

Excess of receipts over 
expenditures 

(1.407) 

88,003 


86,586 


30,376 

NET ASSETS - END OF YEAR 

$ 11,017 

$ 508,604 

$ 

519,621 

$ 

433,024 


Statement of Financial Position 

March 31, 2012 

(Unaudited) 




2012 

2011 


ASSETS 

CURRENT 


Cash 

Term deposits (Note 3) 

Accounts receivable 

Accounts receivable from employees 

Prepaid expenses 

$ 220,815 $ 

585 

500 

108,756 

30,000 

23 

264 


221,900 

139,043 

LONG TERM INVESTMENTS (Note 4) 

289,601 

315,831 

CAPITAL ASSETS (Note 5) 

11,017 

12,424 


$ 522,518 $ 

467,298 


LIABILITIES AND NET ASSETS 
CURRENT 


Accounts payable 

$ 

2,897 

JS 

34,273 

NET ASSETS 

Invested in capital assets 

Unrestricted fund 


11,017 

508,604 


12.424 

420,601 



519,621 


433,025 


s 

522,518 

$ 

467,298 
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Donations Policy 


This policy reflects our belief in the value of community involvement. Our charitable interests are 
focused primarily on community charities operating within the Fraser Valley that have Welfare, Health 
or Education as a priority. 

Our charitable donations budget for any fiscal year will constitute 1.5% of the previous year's dues 
income. Any budget surplus within the donations envelope of the previous year may be rolled over 
into the next year's donations budget allocation. The exec utive is free to respond to donations 
requests arising from extraordinary and exigent circumstances. 

Donations requests may be brought to the Finance and Administration Committee of the FSA 
Executive for consideration. Requests will be classified within t he following categories: 

1. Community charities recognized as tax 'receiptable' charities by Revenue Canada and 
operating within the Fraser Valley. These donation requests are normally considered for 
funding on a first-come, first-served basis, with our long-standing causes (the food banks) 
recognized as an ongoing priority, 

2. Charities recognized as tax 'receiptable' charities by Revenue Canada and operating outside 
the Fraser Valley which provide (or have provided) support to our members and/or their 
families. These charitable donations will normally be limited in the amount of $100.00 per 
draw. 

3. Projects in support of post-secondary education. These requests will be looked at individually 
and will be considered on the basis of their value to education and promoting the educational 
mission of UFV to a maximum of $300 per request. 

Funding requests of the following nature will not be considered: 

• Programs or services outside our current focus areas 

• Organizations or programs with a religious mandate or focus 

• Lobby or advocacy groups or activities that are discriminatory 

• Political fundraisers 

• For-profit organizations 

• Projects or events 'after the fact' 


Approved by the Executive committee , November 22, 2012 
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Occupational Health 8c Safety Co-Chair 


CEP (CHWK) will get its own OH&S Committee... 

Not too long after I assumed the role of FSA Co-Chair for the Occupational Health & Safety 
committee, a couple of years back, I decided that my goal would be to continue on at least long 
enough to see two things through to completion: a thorough revision of the Terms of Reference, and 
a full-fledged OH&S committee in place at the new campus in Chilliwack. 


Now that the move has finally happened and the majority of Chilliwack employees and classes are located on the new 
CEP campus, the next step will be to get that committee up and running, so keep an eye out for a Call for Nominations 
to show up in the not-too-distant future in mailboxes in Chilliwack. 

There will be 6 elected FSA reps on the Chilliwack/CEP committee: 


• 1 member - representing Trades 

• 1 member - representing Health Sciences (including KPE) 

• 1 member - representing Facilities staff (including Maintenance & Operations, Janitorial Services 
and Shipping & Couriers) 

• 3 members - At Large (from the CH WK/CEP campus area) 

In addition, there will be 1 appointed ongoing representative from the Science area (representing lab sciences - 
Biology, Chemistry, etc.) 


Give a thought to who you would like to see representing your health and safety interests in your area, or think about 
running yourself and looking after the interests of your fellow colleagues. The day & time & designated week for 
meetings of the CEP committee have yet to be determined, but it's in the works. 

The OH&S Terms of Reference have been fully reviewed and revised, and I think they will help everyone understand 
how the committee functions, its duties, its makeup, and so on. It's a pretty comprehensive document with lots of 
details. Unfortunately, there was a hold put on revising UFV website content for a while, so the new information isn't 
readily available online as yet. If you would like to see the new Terms of Reference, though, just contact me or Amanda 
Van Tilborg in the Occupational Health & Safety Office (OHSO). 

Speaking of websites, check out the Occupational Health & Safety site (http://www.ufv.ca/ohs) if you haven't already 
done so recently. Again, some content has yet to be put on there, but you will find a lot of great information, forms, 
links, directions, policies in the works, and so on. Keep an eye on hat as well from time to time as new things 
get added. 
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From 

Student safety, a December 6 memorial, the Federation of Post-Secondary Educators' Status of 
Women conference, International Women's Day and a scholarship for a UFV student - these topics 
comprise my news for this edition of Words and Vision. 

We are working toward making a bus stop and parking lot at our new Canada Education Park 
campus safer for students and employees. It is a seven to nine-minute lonely walk for an able- 
bodied person in good weather from the bus stop to the main campus building. The far parking lot is 
similarly situated. FSA President Virginia Cooke broughtthis issue to the UFV Board of Governors' September meeting. 

The Board heard us and subsequently approached the City of Chilliwack, whose representatives encouraged us to 
write letters to the city. The Board chair, as well as Virginia and I have each written to Chilliwack City council (which 
partners with BC Transit in providing local transit) requesting increased transit service to coincide with campus 
schedules, as well as locating bus stops as close as possible to campus doors. See our letters following this report. 

We are planning a candlelight vigil to remember the anniversary of the 1989 massacre at Ecole Polytechnique in 
Montreal. UFV's event, commemorating the National Day of Remembrance and Action on Violence Against Women, 
will take place at 7 p.m., Thursday, December 6, in the Aboriginal gathering space on the Education Park campus. 

Shirley Hardman, UFV's senior advisor on Aboriginal affairs, will give an Aboriginal welcome. Then members of the 
award-winning Chilliwack Women's Chorus, directed by Paula Quick from the Chilliwack Academy of Music, will 
perform Warrior and I Have a Million Nightingales. Michelle LaFlamme, Virginia Cooke, Marcella LaFever, Martha Dow, 
Abbotsford councillor Patricia Ross and Chilliwack-Hope MLA Gwen O'Mahony will speak. The event will end with a 
candle-lightingand a moment of silence. 

Situating the event in the Aboriginal gathering space gives added meaning to the 1989 tragedy, which took place 
before many of our current students were born. I work in the Chilliwack campus library, where we have posted a 
display that tells what happened at Ecole 
Polytechnique in 1989, explains varyingforms of 
violence against women and offers library 
resources about violence against women. The 
significance of the Aboriginal Gathering Space 
reminds me of the Highway of Tears, 

Vancouver's Downtown Eastside's missing 
women, many of whom were Aboriginal, and 
the estimated 600 missing or murdered 
Aboriginal Women in Canada (according to the 
Native Women's Association of Canada 
http://www.nwac.ca/home ). 

It is disappointing that some local political 
representatives have not saved time in their 
schedules to attend this event. It's important 
that we not forget, so please join us for a short, 
but meaningful memorial on December 6. 




Lisa Morry 


FPSE Status of Women Rep 


...continued on page 22 


Page 22 ~ Words & Vision ~ November/December 2012 


...FPSE Status of Women Rep report continued from page 2 7 

I'm happy to report that a UFV student was awarded the $1,000 Canadian Federation of University Women West 
Vancouver Gaming Education Award. Thanks to last year's status of women representative Anastasia Anderson for 
helpingwith this. 

In conjunction with the Fraser Valley Women's Coalition, work continues on planning International Women's Day 
events for our Abbotsford campus. For March 8, we have booked Miss Representation, a film about body image and 
media, and also arranged with a local yoga teacher, who will talk about the importance of yoga and possibly also 
meditation and breathing to women, and conduct a workshop. We are also trying to arrange a speaker and other 
events for the day. This is a work in progress, so please stay tuned. 

On Friday and Saturday, November 16 and 17, 1 attended the meeting of the Federation of Post-Secondary Educators' 
Status of Women's Committee in Vancouver. Representatives from surrounding colleges and universities talked about 
what we are doing in our locals to commemorate the Montreal Massacre and celebrate International Women's Day. I 
stole the idea for screening Miss Representation from others in that room. 

There were plenty of great ideas: Okanagan College hosted a "women in politics" panel last year for International 
Women's Day, mediated by CBC's Alya Ramadan. Okanagan also screened Polytechnique for December 6 last year. 
North Island's College Faculty Association is partnering with the Port Alberni Community and Women's Services 
Society to mark 16 days of activism against gender-based violence between November 25? the International Day to 
End Violence against Women? and December 10? International Fluman Rights Day. Thompson Rivers University 
partnered with the Kamloops Sexual Assault Counseling Centre in a "Take Back the Night" rally. The College of New 
Caledonia is working with The Northern Women's Forum, serving chili and hot chocolate and distributing blankets and 
clothing to people who need them. 

Among the discussions at the weekend conference were safety factors affecting international students, women 
students in particular, after one representative said she tried to help an international student facing domestic violence 
issues. Another representative talked about international students struggling with drinking and fighting. Norah 
Bowman-Broz of the Okanagan College Faculty Association moved that the Status of Women Committee ask the FPSE 
Presidents' Council to implement the FPSE policy (8.14 International Education) which provides for "counselling, 
learning resources and services, orientation, and life skills and/or adaptation assistance" for all students. 

Candace Fertile, of Camosun College, who is also the Status of Women committee's chairperson, asked 
representatives at the meeting to encourage women to complete the FPSE pension survey. Women are particularly 
challenged by pension issues, often due to taking time for their families, Ms. Fertile said. She also said it is important 
for younger faculty members to consider pensions. 

In the last week of November I will attend the BC Federation of Labour conference in Vancouver where BC NDP leader 
Adrian Dix, Federal NDP leader and Leader of the Official Opposition Thomas Mulcair and author Linda McQuaig, who 
will lead the women's rights forum, are among the speakers. 

Seethe letters to Chilliwack City Council on the following two pages... 
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Jason Lum 

Councillor, City of Chilliwack 
8550 Young Road 
Chilliwack, BC V2P 8A4 

November 5, 2012 

Dear Mr. Lum: 

Regarding Canada Education Park bus stop 

I am writing to express my concerns about bus service to the campuses of the University of the Fraser 
Valley in Chilliwack, and in particular from the perspective of the women travelling by bus. Sparse 
service and the distance from the bus stops to the University of the Fraser Valley's Canada Education 
Park doors is a major safety concern for women, seniors attending Elder College, and students, faculty, 
staff and guests with disabilities on this campus. The coming poor weather, combined with decreased 
winter daylight hours, only compounds these safety concerns. 

UFV's Canada Education Park campus is situated in a park-like setting, close to the Vedder River Trail. 
The area is largely undeveloped with grassy areas and trees, and only two buildings between the bus 
stop and the campus. These buildings, one belonging to the RCMP, and the other housing UFV's print 
services and facilities departments, are close to the Canada Education Park campus. This means there is 
a long, lonely walk from the bus stop at Caen and Dieppe to the nearest building. I walked this route, 
timing myself at seven minutes one way and nine minutes the other way. A senior might move at a 
slower pace, as might anyone who has mobility issues. Winter conditions would stretch this timeline 
further and might even make this route impassible for some students. 

Transit users who walk to the bus stop after dark are at risk. There is plenty of cover on either route for 
someone waiting for a vulnerable person. The proximity to the Vedder River Trail means that animals 
could also lurk in the bushes. While there is still a risk during daylight hours, the threat is compounded 
after dark. There are lights along Caen Avenue to the campus, but the route is still isolated and transit 
users could choose the longer route that takes them past bushes and an overgrown section of the 
sidewalk. 

The bus schedule, when considered in the context of campus scheduling this fall and winter, increases 
these risks. Any student who misses the bus may walk back to campus or choose to wait at the remote 
bus stop. After 6:30 p.m. it seems that buses no longer stop at Caen and Dieppe (although it is 
impossible to tell for sure by looking at the schedule: http://www.transitbc.com/regions/chw/). If this is 
true, transit users must walk even further, longer than ten minutes, through the dark and along quiet 
Dieppe Street, to get to the bus stop at Keith Wilson. Again, poor weather would increase the time it 
takes to reach this destination. However, it seems that buses only stop at this further bus stop at Dieppe 
and Keith Wilson after 6:30 p.m. Thursdays, Fridays and Saturdays. This leaves transit users without any 
evening service Mondays, Tuesdays and Wednesdays, yet classes run at night, the library is open and 
staff must continue with their scheduled shifts. 

I have talked with colleagues and UFV instructors who expressed concerns about the remote location of 
the bus stop. I have overheard students discussing this issue. 

It is an unfortunate fact that women are not always safe as we travel to attend school, get to work or 
run errands in our communities. It is a fact that women have been bothered while enjoying the Vedder 
River Trail. It is also a fact that women suffer violence and assault at greater rates than men do. As a 
community, we should be doing what we can to make the lives of our mothers, wives, sisters, daughters 
and friends safer. What we can control is the location and lighting of bus stops and parking lots and the 
frequency of transit service. Let's not wait until someone gets hurt. 

Please increase transit service to coincide with campus schedules, including timing bus arrivals to class 
start times, if possible, and timing the last bus to library closing and late evening classes. Please also 
move the bus stop or add another bus stop right outside the front doors of the Canada Education Park 
campus and also the Trades campus. This latter part would be easy to accomplish. All that is needed is 
two bus stop signs and a few extra minutes for the bus to travel right to the campuses. 

Thank you for taking the time to read this. Please also consider attending the National Day of 
Remembrance and Action on Violence Against Women vigil that the UFV Faculty and Staff Association is 
hosting in the Aboriginal Gathering Space on the Canada Education Park campus at 7 p.m. on Thursday, 
December 6, the anniversary of the 1989 massacre at Ecole Polytechnique. We would like to see you 
there. 

Sincerely, 

Lisa Morry 

Federation of Post-Secondary Educators 
Status of Women Representative 
University of the Fraser Valley 
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FSA 


Faculty & Staff Association 


November 2, 20 1 2 

Jason Lum, Councillor 
City of Chilliwack 
8550 Young Road 
Chilliwack, BC 
V2P 8A4 

Dear Councillor Lum: 

As President of the Faculty and Staff Association of the University of the Fraser Valley, 1 represent 
the roughly 900 members who teach and work at all our campuses of the university. Our faculty and 
staff who work at the two new campuses in Chilliwack — the Chilliwack Education Park and the 
Trades and Technology Centre — have serious concerns about the transportation the City of 
Chilliwack offers to those campuses. 

As you no doubt know, classes begin early in the morning and run through the evening. Faculty, 
support staff, librarians, and, of course, students, are severely disadvantaged if they cannot avail 
themselves of public transportation to pursue their work and their studies. We would like the city to 
be aware of two primary issues: scheduling and the location of the bus stops. 

Buses to the campus do not run early enough in the morning to accommodate many who begin their 
work at 8:00 a.m. or even sooner. More problematically, however, buses to that area do not run in the 
evenings from Monday through Thursday, which means that students who wish to take night courses, 
and faculty and staff who support those courses, have no means of public transportation. Assuming 
that the City was in favour of the University building the new campuses, it would seem important to 
support this endeavor with bus service. In particular programs such as University Upgrading and 
Aboriginal programs, we are serving students who may be on very tight budgets and may not have 
vehicles. 

A further problem involves the bus stops, which are some distance from the entrance to the 
campuses. On a lovely summer evening, for those who are able bodied, this might be a pleasant 
stroll. In the winter, however, given early darkness and inclement weather, the location of these stops 
pose potential problems for many, especially if they are carrying heavy books or equipment, or if 
they have any physical impediments to mobility. 

We urge you as councillors to consider these issues, and to work toward establishing an effective bus 
service that can accommodate both our students and those who offer the classes and other support 
services. Thank you. We look forward to hearing good news about some changes in the near future. 


Yours truly, 


Dr. Virginia uooke, President 
Faculty and Staff Association 
University of the Fraser Valley 
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Letter to the Editor 


by Norm Taylor, Physics Department 

Last spring I submitted an email to Jonathan (our Faculty VP) in response to the rank and tenure debate. The gist of it 
was that I thought we were giving up too much ground in return for the promise of tenure, a condition of 
employment that I believe (after much searching of the collective agreement) we already have. However, I have 
come to the conclusion that UFV faculty generally like the idea, partly because it's easier to explain to other 
professionals, and also because most of us are familiar with the tradition of tenure. The fact that we extend the 
faculty probationary period (and possibly increase their duties) in exchange for a word (but not any additional 
substance) seems counter-productive to me, but if that's the will of the majority, OK. 

I have no quarrel with the proposals under "Grandfathering" (please see http://www.ufv-fsa.ca/wp- 
content/uploads/2012/07/FSA-opening-position-on-rank-and-tenure-Qct-20121.pdf) . They seem to be in line 
with other institutions in BC that have made the transition from a college to a university (Emily Carr, Okanagan). 
However, I dislike many of the proposals in the "Tenure" section, especially those to do with the establishment of 
"Tenure committees". Our existing IPEC process seems to be functioning as well as humanly possible, considering 
the stakes and issues involved, so I think we should let it continue. UFV does not need more committees, especially 
university-wide ones that will be making decisions that affect individual faculties and departments. (I — very 
reluctantly — accept the need for a "Rank" committee to select candidates for early elevation to the rank of Full 
Professor. However, once criteria have been established, my personal suggestion is to make the elevation 
automatic after, say, 20years of service.) 

I am even more alarmed at the rest of the negotiating proposals that the FSA is bringing to the table. Many of the 
bullets in the "Rank" section of the document almost appear to have been written by the management side of the 
table. Why, for example, are we proposing a new Instructor category at what will no doubt be a lower rate of pay? In 
the next bullet, why are we confining people "who have yet to attain the terminal credential in their field" to this 
category? We are a teaching university, and I can give many examples of faculty at UFV who are superb instructors 
but who have not received this "terminal credential". We only have to read the plaques outside of the VP-Provost's 
office for Teaching Excellence to see examples. And if management is not bringing this issue to the table, why are 
we? And why are we prematurely signalling our acceptance of it? I believe that once probationary faculty complete 
the IPEC process, they should receive Associate Professor status, just as the rest of us will. I also believe that the FSA 
should call another EGM for faculty to discuss these issues as we did not have time to do so during the first one, for 
which I am partly responsible.* 

And that is my feeling about the tenor of many of the FSA bargaining proposals — they seem to have been written 
from a perspective of solving the problems of management, even before management brings them forward for 
discussion and resolution. Therefore, I would like to see less "management mindset", please, and more "union" 
from our FSA. 

* Editor's note: Norm's letter was written before the executive announced its decision to hold a faculty forum on rank 
and tenure in January. 
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FVLC 


presents 


Fraser Valley Labour Council 


A Fundraiser for the 
United Way of the Fraser Valley 



Enjoy a spaghetti dinner 


onus 


and participate 


in the dessert auction! 


Dessert Auction Rules 

Desserts will be auctioned off one 
at a time. 

The table with the highest bid will be 
awarded that dessert. 

Tables may bid on more than one 
dessert. 

Cheques and cash donations will be 
accepted for the Dessert Auction. 

The Fraser Valley Labour Council is 
not responsible for the calorie content 
of the desserts being consumed! 


When: 

Wednesday, December 19,2012 
@ 7:00 pm for Dinner and Drinks 
(cash bar) 

Where: 

Abbotsford District Teachers’ 
Association, 2570 Cyril Street, 
Abbotsford, BC 


AH funds raised go to the United Way of the Fraser Valley. 

Please bring a non-perishable food item for donation to a United Way sponsored agency. 
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GET INVOLVED! COME AND JOIN 
US FOR A PUBLIC FORUM 



MigrantpW orkers 
Human Rights 


December 4, 2012 
4 pm - 6 pm, B121 
UFV, Abbotsford Campus 


Panelists 


Lana Lucy - Abbotsford Community Services 

Yana Stratemeyer-Trinczek ~ \1A Criminology grad from UFV 

Dr. Patricia Tomic - Associate Professor, 

Sociology Coordinator, UBCO 


www.raceantiracismnetwork.ca 


University 

•••FRASER VALLEY 


it*?!* 




Co-sponsored by: 




frft r^iiu «T«»iC4 
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FSA Contacts 201 2 - 

2013 


Executive 


Local 

President 

Virginia Cooke 

4516 

Faculty Vice-President 

Jonathan Hughes 

4687 

Staff Vice-President 

Martin Kelly 

4781 

Faculty Contract Administrator 

Linda Toews 

4354 

Staff Contract Administrator 

David Shayler 

4593 

Chief Negotiator 

Vicki Grieve 

2439 

Secretary/Treasurer 

Sean Parkinson 

4301 

Communications Chair 

Sylvie Murray 

4042 

Agreements Chair 

Moira Kloster 

4320 

JCAC Co-Chair 

Shane Schlosser 

4007 

JPDC Co-Chair 

Vicki Bolan 

4543 

OH&S Co-Chair 

Kathy Gowdridge 

6311 

Social Committee Chair 

Sheila McKay 

4245 

FPSE Rep. Status of Women 

Lisa Morry 

2471 

FPSE Rep. Human Rights 

Melissa Walter 

4490 

FPSE Rep. Non-Regular Employees 

David MacDonald 

4388 

Past-President 

Rhonda Snow 

4061 

Faculty Stewards: 

Betty-Joan Traverse 

bettyjoan.traverse@ufv.ca 

4715 

Larry Gritzmaker 

larry.gritzmaker@ufv.ca 

5428 

Judy Larsen 

judy.larsen@ufv.ca 

2302 

Colleen Bell 

colleen. bell@ufv.ca 

4396 

Debbie Wheeler 

debbie.wheeler@ufv.ca 

4750 

Staff Stewards: 

Connie Cyrull 

connie. cyrull@ufv.ca 

4214 

Shelley Chute 

shelley.chute@ufv.ca 

2811 

Jennifer Buss 

jennifer.buss@ufv.ca 

4187 

Lori Wirth 

lori.wirth@ufv.ca 

4006 

OFFICE ADMINISTRATION 

Member Services & Procedures 

Tanja Rourke 

4530 

Finance 

Harman Dhaliwal 

4475 



What’s Next on the 
FPSE Calendar? 


For updates and upcoming meetings at 
the Federation of Post-Secondary Educators, 
visit their new website at 

http://www.fpse.ca 


BC Federation of Labour 
Convention 

November 26-30 


Professional and Scholarly 
Development Committee Meeting 

November 30/December 1 
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